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Executive Summary 
This report covers a project of the City of Beaverton and the Center for Public Service (CPS) 
at the Hatfield School of Government within Portland State University in developing a 
Diversity Advisory Board and facilitating the development of a diversity, equity, and 
inclusion plan for the City.  
Process  
The City of Beaverton took the initiative in creating a Diversity Advisory Board (DAB). The 
key factors in establishing a successful advisory board were: 
 Robust outreach and recruitment of DAB members, building on existing community 
relationships developed through earlier outreach and engagement efforts such as the 
Mayor’s Diversity Task Force and Multicultural Community Forum.  
 Dedication of the initial DAB meetings to team development activities and use of an 
inclusive process for discussion, creating a safe environment for sharing ideas and 
experiences.  
 Strong commitment by the City Council and staff liaisons to supporting public 
participation. 
CPS worked with the City to create a work plan for the DAB’s inaugural year. The DAB met 
monthly, starting in January 2014. The initial DAB meetings oriented the DAB to their role 
and to their charge for the year: developing a Diversity, Equity, and Inclusion Plan (DEI 
Plan). Substantial time was spent helping DAB members get to know each other’s strengths 
and developing group cohesion.  
Subsequent meetings focused on the work of developing the DEI Plan. CPS assisted with 
developing agendas and activities for each meeting. Until the DAB chair was elected, CPS 
facilitated meetings and set a tone of engagement and participation. Over the course of six 
short meetings, the DAB adopted definitions of diversity, equity, and inclusion and 
developed a DEI Plan for the City. 
Outcomes 
Definitions of diversity, equity, and inclusion. Clarifying these key concepts creates a 
solid foundation for the City’s efforts. 
 Diversity is the variation of social and cultural identities among people existing 
together in a defined setting.  
 Equity is when everyone has access to the opportunities necessary to satisfy their 
essential needs, advance their well-being and achieve their full potential.  
 Inclusion means that all can participate and all belong.  
DEI Plan. The DAB created a DEI Plan focused on these eight key areas with goal 
statements, measures of success, and implementable program ideas for each area: 
 Language Access 
 Family Support 
 Public Safety 
 Economic Opportunity 
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 Infrastructure and Livability 
 Health and Wellness 
 City Practices 
 Community Center 
Recommendations and Next Steps 
The DEI Plan policy and program recommendations in the key focus areas contain four 
common themes:  
 Address interconnection of diversity, equity and inclusion issues.  
 Identify opportunities for coordination and collaboration with other local jurisdictions.  
 Maximize access to existing community resources.  
 Focus on cultural competency development including (but not limited to) language 
access capacity. 
Moving forward, the City and the DAB will work together to prioritize and implement the 
recommendations contained in the DEI Plan. The DEI Plan is not intended to be a static 
document; rather, it ensures accountability through periodic evaluation of accomplishments 
and maintains relevance through regular re-visioning by the DAB. The City can increase 
momentum towards change by tracking and celebrating early successes.  
The DAB members are deeply involved in a variety of community issues and are committed 
to improving diversity, equity, and inclusion in the Beaverton community. They play an 
important role in generating and implementing the City’s outreach strategies. They 
encourage and foster the participation of Beaverton’s diverse ethnic community members. 
They help the City understand the community perspectives external to the City government 
and facilitate effective City policies that foster diversity, equity and inclusion.  
In addition to community engagement, it is also important to engage City staff and 
leadership in order for the City to manifest the values of diversity, equity, and inclusion. 
Recognizing this, the DAB recommends that the City create an employee council focused on 
diversity, equity, and inclusion. Establishing an employee council will generate buy in and 
commitment from staff members. The employee council will be an effective mechanism for 
the employees to examine whether there are organizational and procedural barriers to 
promoting diversity, inclusion and equity in the City government. In collaboration with the 
DAB, they can provide insights for innovative strategies in making the City of Beaverton a 
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Background 
Issues of diversity, inclusion, and social equity are increasingly recognized by practitioners 
and public administration educators as essential areas for effective local government 
operation. Not only are inclusion and equity for all residents seen as exemplifying fairness 
and justice, they are also identified as drivers of economic prosperity and expansion. As a 
result of these concerns, many cities, counties, and other local jurisdictions have adopted a 
variety of plans and strategies to support diversity, equity, and inclusion. This report covers 
a project of the City of Beaverton and the Center for Public Service (CPS) at the Hatfield 
School of Government within Portland State University in developing a Diversity Advisory 
Board and facilitating the development of a Diversity, Equity, and Inclusion Plan for the City.  
City of Beaverton 
Beaverton is the sixth largest city in Oregon, with a population of 91,935 as of 2013 (City of 
Beaverton, 2014). Beaverton is one of Oregon’s most diverse cities. Census data from the 
American Community Survey reveals that 33% of Beaverton residents identify as people of 
color in the 2010 census. One in five Beaverton residents is foreign born; 16% of Beaverton 
residents identify as Hispanic or Latino and 12% identify as Asian. This diversity is likely to 
increase. Almost half (49%) of in the Beaverton School District students are students of 
color and Beaverton’s students speak 94 different languages at home (Beaverton School 
District, n.d.). 
Diversity Task Force 
Beaverton’s Mayor, Denny Doyle, established a Diversity Task Force in 2009. The mission of 
the Diversity Task Force (DTF) was to build inclusive and equitable communities in the City 
of Beaverton. The DTF was created as a way to bring together leaders of the various ethnic 
communities in Beaverton to advise the mayor’s office on increasing civic engagement in 
minority communities. Monthly meetings brought concerned citizens and representatives of 
community-based organizations together with city liaisons to discuss issues affecting 
minorities within the city. The DTF was instrumental in the creation of Beaverton’s ethnic 
minority outreach coordinator position. 
Multicultural Community Forum 
In 2013, the Center for Public Service (CPS) was engaged by the City to assist the Diversity 
Task Force in producing a Multicultural Community Forum. The primary purpose of the 
Multicultural Community Forum was to create momentum in engaging and empowering both 
new and emerging multicultural community leaders. A secondary purpose was to provide an 
opportunity for City officials and employees to interact with diverse community members 
and to build relationships to facilitate further civic engagement of multicultural community 
members. The Multicultural Community Forum generated five key recommendations for the 
City of Beaverton’s continued efforts in building increased civic participation:  
 Focus on addressing logistic barriers to civic participation,  
 Improve Neighborhood Association Committee (NAC) outreach and develop better 
community awareness of other opportunities for participation,  
 Promote cultural competence within the City of Beaverton,   
 Adopt a Diversity Action Plan that includes clear timelines and measurable outcomes, 
and 
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 Formalize the relationship between the City and Beaverton’s diverse community 
members by transforming the temporary Diversity Task Force into a standing 
Diversity Advisory Board.  
Diversity Advisory Board 
Recognizing the importance of engaging Beaverton’s diverse residents, the City decided to 
establish a formal Diversity Advisory Board (DAB). The DAB Bylaws, adopted by the City on 
October 8, 2013, state that the purpose of the DAB is to advise and assist the City with the 
generation and implementation of outreach strategies to encourage and foster the 
participation of Beaverton’s diverse ethnic community members with City government. In 
addition, the DAB is charged with developing a Diversity, Equity, and Inclusion Plan (DEI 
Plan) that embraces the City’s goal of “build[ing] a welcoming and friendly community that 
strengthens connections among diverse community groups with each other and with City 
government” (City of Beaverton, 2013, p. 3). 
Beaverton began recruitment for Diversity Advisory Board members in September 2013. 
Thirteen regular members and three alternates were chosen out of 60 applicants on the 
basis of their connection to the community, interest in building cross-cultural connections, 
and commitment to creatively increasing diverse civic participation in Beaverton. City 
Council officially appointed the DAB members to the board on December 10, 2013. The DAB 
began its work in January 2014. 
Diversity, Equity, and Inclusion: Definitions and Benefits  
Equity. Beaverton’s use of the word equity in this project is not limited to the conventional 
notion of equity based on financial ownership interest. Instead, the emphasis is on social 
equity. The National Academy of Public Administration defines social equity as the “fair, just, 
and equitable management of all institutions serving the public directly or by contract, and 
the fair, just, and equitable distribution of public services, and implementation of public 
policy, and the commitment to promote fairness, justice, and equity in the formation of 
public policy” (Standing Panel on Social Equity, 2000).  
Svara and Brunet (2004) identify four major components of social equity. They are (1) 
procedural fairness, including due process, equal protection and equal rights; (2) 
distributional equity, referring to equal access to services and benefits; (3) process equity 
including equal quality of services; and (4) outcome equity addressing equal impact of 
policies. While public administration scholars and practitioners recognize social equity as one 
of the pillars of public administration, the best way to integrate social equity into the public 
administration curriculum and practice has not yet been identified (Gooden & Portillo, 2010; 
Gooden & Wooldridge, 2011; Johnson & Svara, 2011a; Rosenbloom, 2005; Svara & Brunet, 
2004, 2005).  
Public administration practitioners at the local government level are considered “street level 
bureaucrats” who interacts directly with the public. Administrative discretion exercised by 
these local government professionals impacts equitable outcomes and policies (Frederickson, 
2010; Maynard-Moody & Musheno, 2003). In a discussion of urban inequality, Glaeser, 
Resseger, and Tobio (2011) suggest that the most effective place for local government 
intervention that supports equality in human capital is in education. Thus it is important to 
engage educational institutions such as K-12 schools and universities in the plan to enhance 
diversity, equity and inclusion at the local level.   
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Diversity and Inclusion. Diversity typically refers to the “mix” of different cultural 
backgrounds of people in a community or an organization. When a community or a 
government organization does not have the same diversity observed in the general public, it 
is important to examine the causes of the lack of diversity, and make sure that there is no 
discriminatory or biased policies and practices affecting the makeup of the people in the 
community or organization. The principle of representative bureaucracy suggests that a 
diverse government organization will result in public policy that is more responsive to 
diverse community needs (Kennedy, 2014). 
Another important concept related to diversity is inclusion. Tapia (2008) emphasizes the 
importance of inclusion, noting that “[d]iversity is the mix…[i]nclusion is making the mix 
work” (p. 12). In other words, it is necessary to go beyond simple demographic 
representation (representative bureaucracy) to inclusion through ensuring that effective 
cross-cultural relationships that leverage the power of diverse viewpoints and insights are in 
place. 
Beaverton’s increasing diversity necessitates that the City addresses its organizational 
diversity and at the same time build its capacity to better interact with people who have 
different cultural backgrounds. Borrego and Johnson (2012) suggest local governments 
integrate cultural competency into their organizations and provide suggestions for how they 
can build cultural competence in order to effectively interact with diverse populations. In a 
study of local government efforts, Nishishiba (2012) noted that diversity management 
initiatives frequently combined both an internal focus (increasing employee diversity) and 
an external focus (serving an increasingly diverse population). It is important to keep this 
dual focus when addressing diversity and inclusion. 
Economic benefits of social equity and inclusion. Connolly and Groysberg (2013), in a 
study of CEOs who identify diversity as a strategic imperative, note that inclusion is both a 
business and a moral imperative. They defined an inclusive culture as one in which 
“employees can contribute to the success of the company as their authentic selves, while 
the organization respects and leverages talents and gives them a sense of connectedness” 
(p. 73). Norman-Major and Wooldridge (2011) similarly suggest that social equity programs 
can be justified on the basis of economic benefits as well as on the basis of justice. Studies 
from PolicyLink (2013) and Turner et al. (2013) further indicate that diversity, inclusion, 
and equity are drivers of economic prosperity and expansion. This report suggests that the 
DAB’s development of Beaverton’s DEI Plan strives to attain these economic benefits by 
addressing the key requirements for equity, diversity and inclusion discussed above.  
Public Participation 
Johnson and Svara (2011) remind us that civic participation is critical to equity in local 
government: “public administrators must take proactive and creative action to ensure that 
all people, regardless of resources or individual characteristics, have a place at the table 
when needs are identified, policy options discussed, and programs and services assessed” 
(p. 278). Berner, Amos, and Morse (2011), in a survey of elected officials, city staff and 
citizens, identified three common themes to effective local government public participation: 
citizen input must be followed by feedback from staff or local leaders; effective participation 
is based in communication and cooperation; and effective participation involves advocacy 
(not objectiveness or neutrality) on behalf of the community rather than the individual (pp. 
151-152). 
Bryson, Quick, Slotterback, and Crosby (2012) integrate evidence based practice and design 
science to develop an iterative 12-step process for designing public participation processes. 
Irvin and Stansbury (2004) discuss the advantages and disadvantages of citizen 
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participation and identify ideal and non-ideal conditions for public participation. Similarly, 
Innes and Booher (2004) identify the purposes for public participation and barriers to 
effective participation. Nabatchi and Amsler (2014) discuss the impacts of traditional public 
engagement practices such as public meetings and hearings, deliberative in-person 
engagement fostering respectful and rigorous dialogue, and online engagement at the local 
government level.  
Yang and Pandey (2011) identify five factors that support effective public participation at 
the local government level: elected official support; low levels of red tape and hierarchical 
authority; use of multiple public involvement mechanisms; participant competence (i.e. 
people skills, expertise, and civic knowledge); and participant representativeness. They find 
that effective public participation processes increase the likelihood of the results impacting 
government decision making. 
Quick and Feldman (2011) suggest that public engagement has two dimensions: 
participation and inclusion. Participatory public engagement practices are oriented to 
increasing input for decisions through including high numbers of individual participants in 
decision-making. Inclusive public engagement practices, on the other hand, are open-ended 
processes that provide ample, ongoing opportunities for participants to redefine the “what” 
and “how” of the problems they are trying to address, thus increasing the community’s 
capacity for co-production.  
As this report will reveal, the DAB’s development of Beaverton’s DEI Plan is an example of 
an inclusive public engagement process where the participants (DAB members) had the 
opportunity to define the problem and identify possible solutions. 
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Project Overview 
The City of Beaverton engaged CPS to assist with the initial orientation and team 
development for the DAB and to provide support to the DAB in developing and drafting a 
Diversity, Equity, and Inclusion Plan for Beaverton. The project was anticipated to run from 
December 2013 through June 2014. The project’s deliverables were to:  
1. Provide orientation to the DAB members on their role and charge and facilitate team 
building activities.  
2. Assist and facilitate the Diversity, Equity, and Inclusion Plan formation for the DAB. 
3. Conduct best practices research on diversity, equity, and inclusion plans and provide 
information to the DAB. 
4. Assist and facilitate the drafting of the Diversity, Equity, and Inclusion Plan based on 
DAB recommendations. 
Project Components 
The project was divided into four components: 
Research and Planning. Conduct best practices research on diversity, equity and inclusion 
plans, gather information on other jurisdictions’ efforts. Coordinate with City of Beaverton 
staff to develop timelines, agendas and activities for Diversity Advisory Board meetings with 
a focus on meeting the DAB’s charge to produce a Diversity, Equity and Inclusion Plan (DEI 
Plan) for submittal to City Council. 
Orientation and Team Building. Provide orientation and team building activities to the 
Diversity Advisory Board.  
 January – Orient DAB members to each other, advisory board functioning, DAB 
charge, proposed timeline.  
 February - Use StrengthsFinder to identify DAB member strengths and build 
knowledge and connections within the DAB for improved board functioning. 
Diversity, Equity and Inclusion Plan Formation. Assist and facilitate the DEI Plan 
formation for the Diversity Advisory Board.  
 February – Team building activities (above), distribute sample plans from 
comparable jurisdictions  
 March – Brainstorming Session to develop DEI Plan  
 April – Identify strategies and action steps for DEI Plan 
 May – Review and revise draft DEI Plan 
 June – Finalize DEI Plan for submittal to City Council 
 
Summary Report. Report on diversity, equity and inclusion plan research, DAB orientation 
and team-building activities, facilitation exercises, and development of DEI Plan document.  
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Diversity Advisory Board:  
Embracing Diversity, Equity, and Inclusion 
CPS worked with a planning team to develop agendas, activities, and materials for the DAB 
meetings. CPS provided monthly draft agendas that were revised and further developed by 
the planning team. The planning team varied over the months but usually consisted of, at 
minimum, Holly Thompson (Beaverton’s staff liaison to the DAB), Mark Fagin (Beaverton’s 
city council liaison to the DAB), and Fern Elledge (the CPS project coordinator). CPS 
Associate Director Masami Nishishiba participated in the initial meetings and DAB Chair Nael 
Saker and DAB Vice Chair Jane Yang participated in the later meetings.  
In December, shortly following the appointment of the DAB members, City Council hosted a 
reception at City Hall where the new DAB members were able to mingle with Beaverton 
Mayor Denny Doyle, several City Council members, and staff. This kickoff reception gave 
the members a chance to meet each other and gave the city officials an opportunity to show 
organizational support for the new board (a photo from this reception is on the cover of this 
report).  
The following sections discuss the preparation for and activities at each of the first six DAB 
meetings. The monthly meetings of the DAB were scheduled for the second Monday of each 
month, 7:00 – 9:00 PM at Beaverton’s City Hall. Meeting agendas are included in Appendix 
A of this report; meeting minutes are available in Appendix B. 
January: Orientation 
The purpose of the initial DAB meeting was to set the stage for the upcoming year by 
beginning the process of team development and orienting the DAB to its work and its 
setting.  
Personal histories exercise. We began the first DAB meeting with an introductory 
icebreaker exercise. Each person was asked to introduce themselves and share where they 
were born, their day job, the weirdest job they’d held, and what they had learned about 
themselves on that job. A personal histories exercise such as this is one tool to begin 
building trust between team members (Lencioni, 2002, p. 198). 
Setting the context, charge, and course of work. Thompson and Fagin provided 
context-setting information on the history of Beaverton Mayor Denny Doyle’s leadership on 
issues of diversity, equity, and inclusion; the recently disbanded Mayor’s Diversity Task 
Force; creation of an Ethnic Minority Outreach Coordinator position within the City; and 
Beaverton’s Community Vision process. Thompson reviewed the role of advisory boards 
within the City and shared the DAB bylaws and the Council ordinance creating the DAB. 
Elledge reviewed the proposed course of work for the DAB’s first year and shared a road 
map handout. This road map functioned as a high level work plan for the DAB, laying out 
the main meeting objectives over calendar year 2014. The road map is included as 
Appendix C.  
Adoption of guiding principles. Levasseur (2011) and Magee (1997) suggest that 
creating ground rules for team behavior at the initial meeting is one of the best ways to 
create high-performing teams. These ground rules support the team in developing 
behavioral norms and moving quickly through the stages of team development. Elledge 
drafted four initial guiding principles for the DAB: listen actively, speak from your 
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experience, challenge respectfully, and focus with flexibility. These principles were 
presented to the DAB as a draft list for their revision and expansion. The DAB adopted this 
initial list with the addition a fifth principle: be inclusive. Following the meeting, Elledge 
designed a large poster of the guiding principles, which was displayed at subsequent DAB 
meetings (the poster graphic can be found in Appendix D).  
Looking forward. Lencioni (2002) suggests the use of a personality profile tool as part of 
building a trusting atmosphere that supports a high functioning team. CPS proposed using 
Rath and Conchie's (2008) StrengthsFinder assessment  to allow DAB members to identify 
their individual strengths and to determine how they could best work together. Time spent 
on this activity early in the DAB’s existence would lay a solid foundation for productive 
future team work.  
Elledge provided each DAB member with a copy of the StrengthsFinder book (Rath & 
Conchie, 2008) that included a link to an online assessment tool. Following completion of 
the assessment tool, a report is created that identifies the individual’s top five leadership 
strengths and provides information about how to best use the strengths as well as 
information about how to work with those with different strengths. DAB members were 
asked to review the book, complete the StrengthsFinder assessment, and report their top 
five strengths in preparation for the next meeting. Elledge also asked the DAB to assist with 
identifying relevant plans from other jurisdictions which could inform the development of 
Beaverton’s DEI Plan. 
DAB members agreed to delay the election of officers until the March meeting (following the 
completion of the StrengthsFinder exercise), when they would know each other better and 
be better able to select well-qualified officers.  
February: Team Development  
The purpose of the February meeting was to assist the DAB in team development and to 
begin to work toward the DEI Plan through defining concepts and distributing sample plans 
from other jurisdictions. Initially, this meeting was scheduled for February 10, 2014. The 
Neighborhood Program hosted an orientation for board and commission members on the 
same evening from 6:00 – 7:30 PM. The typical two hour DAB meeting time was shortened 
to 80 minutes (7:40 – 9:00 PM) to allow DAB members to attend the orientation.  
As it turned out, a snowstorm forced us to reschedule the meeting. While disruptive, the 
rescheduling did allow us to use the full meeting time for a more productive meeting (the 
boards and commissions orientation was also rescheduled, but for a different evening). All 
but one DAB member was able to attend the rescheduled DAB meeting.  
Team development concepts. The meeting began with a presentation of team 
development and leadership concepts, integrating Rath and Conchie's (2008) strengths 
based leadership with Tuckman's (1965) identification of the forming, storming, norming, 
and performing stages of team development and Lencioni's (2002) principles of healthy 
team functioning. The presentation slides, which cover the entire meeting agenda, are 
included as Appendix E. Thompson led the presentation and discussion of these concepts. 
StrengthsFinder exercise. Prior to the meeting, CPS worked with each DAB member to 
ensure that they successfully completed the StrengthsFinder assessment, meeting privately 
with a few who had technical difficulties with the online tool. Rath and Conchie (2008) 
identify thirty four separate leadership strengths that are grouped into four domains: 
executing, influencing, relationship-building, and strategic. The top five strengths of each 
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DAB member as identified by the StrengthsFinder assessment were consolidated into a 
“talent bank” handout (Appendix F).  
Following Thompson’s introduction of the strengths based leadership approach, Elledge led 
the DAB in StrengthsFinder exercises. First, DAB members were asked to write their name 
and one of their strengths on each of five sticky notes. The sticky notes were then placed on 
the wall in one of the four domains of leadership strength. While the DAB members turned 
to a small group exercise, Nishishiba organized the strengths by category. 
The DAB broke into small groups to discuss the following questions: 
 What do your top five strengths tell you about yourself? 
 How can you use the knowledge of different strengths within your group to work 
together more effectively? 
 How can this information help the DAB meet our goals? 
Each group appointed a reporter to share highlights of the discussions. The group members 
reported that they felt increased comfort with each other; that the group process was a 
model of the community building desired in Beaverton; and that the preponderance of 
strengths in the strategic domain on the DAB team would support policy development. 
Nishishiba provided a reflection of how the DAB’s strengths would support the DAB’s work. 
The talent bank handout was distributed as a reminder of individual strength profiles for 
future reference.  
Feedback from DAB members on this activity was quite positive. DAB members were glad to 
invest in the future functioning of the team. After the meeting, one member noted that she 
had been annoyed by the behavior of another member. Once she realized that the other 
member was acting from the basis of different strengths, she was able to understand the 
other member better and felt more able to work productively with the other member. 
Key concept definitions. The first step in meeting the DAB’s charge of developing a 
diversity, equity, and inclusion plan was for the DAB to come to a common understanding of 
diversity, equity and inclusion. CPS researched multiple definitions of these three words, 
selecting the following to present to the DAB: 
 DIVERSITY is the variation of social and cultural identities among people existing 
together in a defined…setting (Cox, 2001, p. 3).  
 
Cox’s broad definition of diversity clearly goes beyond race, but wouldn’t require the 
DAB to list out all the identities that might be included under diversity. While 
creating such a list could eventually be a useful exercise, it was more important at 
this point to establish an initial broad definition of the concept.  
 EQUITY is when everyone has access to the opportunities necessary to satisfy their 
essential needs, advance their well-being and achieve their full potential. (City of 
Portland, 2012, p. 18).  
 
Access to opportunity was a common theme that had arisen when members 
discussed their motivations for being involved in the DAB. The equity concepts of 
essential needs, well-being, and potential included in this definition are common to 
other sources (Blajee, 2012, p. 15; Equity Blog, 2014; King County, 2013, p. 4). Like 
Cox’s definition of diversity, Portland’s definition of equity doesn’t require listing out 
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all equity indicators or opportunity areas, which would be addressed in future 
meetings.  
 INCLUSION means that all participate and all belong (National Inclusion Project, n.d.).  
 
This definition is simple and clear. Many other definitions (Miller & Katz, 2002, p. 
199; Roberson, 2006, p. 215; Shore et al., 2010, p. 1265) placed inclusion within 
the context of an organization or workplace, making them difficult to apply to the 
broader Beaverton community. The participation component of the definition ties into 
public administration values of civic engagement and public participation in decision 
making (Arnstein, 1969; Lukensmeyer, 2013; Skocpol & Fiorina, 1999). 
These definitions of the three concepts were presented to the DAB for feedback and 
discussion. Graphics included in the presentation assisted in generating rich discussions. A 
salad bowl on the diversity definition slide prompted a conversation on the “salad bowl” idea 
of diversity in the U.S., recognizing that each immigrant culture maintains distinctive 
characteristics of “crunch” and “spiciness” rather than assimilating into a homogeneous 
“melting pot” of general U. S. culture.  
The DAB extensively discussed the differences between the concepts of equality and equity. 
The difference between equality and equity was illustrated through the fable of treating 
people equally by providing everyone with size 12 shoes. (The preferred option is to treat 
people equitably by providing shoes that fit their feet.) A graphic illustrating how giving 
everyone the same thing could be unfair compared to attempting to meet individual needs 
(Figure 1, Office of Equity and Human Rights, n.d.), helped establish that giving everyone 
the same thing isn’t always fair.  
 
Figure 1. The Difference between Equality and Equity 
Example plans from other jurisdictions. CPS identified several documents from other 
jurisdictions that could be potentially used as models for Beaverton’s DEI Plan. Some of the 
jurisdictions were in early stages of diversity, equity, and inclusion work; others had been 
working on the issues for several years. This was reflected in the variety of titles given the 
documents: annual reports, three-year plans, strategies, policies, programs, and guides.  
The documents that seemed most relevant (i.e., Pacific Northwest focused and developed 
by a local or state government rather than by an advocacy organization) were distributed to 
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the DAB planning group. The planning group further narrowed this selection down to three 
documents to present to the full DAB. The three documents provided a variety of models 
and concepts while remaining a manageable reading load for DAB members.  
The chosen documents were: 
 “A Framework for Equity” from the Portland Plan (2012) 
 King County’s “Equity and Social Justice Annual Report” (2013) 
 “Racial Equity in Seattle”, the three-year plan for Seattle’s Race and Social Justice 
Initiative (2012) 
These three documents were distributed to the DAB as examples of how some other 
jurisdictions have addressed diversity, equity, and inclusion. The DAB was asked to read 
through the documents, look for common elements and identify useful ideas. While the 
example documents could serve as models, the elements and ideas would be modified to 
develop a plan specific to the needs of Beaverton’s communities. Appendix G includes links 
to the collection of documents and indicates which were distributed only to the planning 
group and which were distributed to the entire DAB. 
March: Definitions, Plan Brainstorming, Elections 
The March meeting was focused on the work of DEI Plan development. The DAB adopted 
definitions of the key concepts, identified desired components of the sample plans, and 
brainstormed identification of the key elements of Beaverton’s DEI Plan.  
Review of example documents. Elledge led a discussion of what DAB members liked and 
did not like about the materials from King County, Seattle, and Portland. Comments 
included:  
 Liked Portland’s use of “we will” as an active commitment 
 Liked Seattle’s explanation of racial/ethnic focus with acknowledgement of other 
groups 
 Beaverton plan needs to include why we should care about disparities 
 Data is a powerful tool for convincing  
 Seattle’s plan was more readable than the others 
 Liked measureable outcomes in Seattle’s plan 
 Need for vision in which plan is based 
 Need to understand what problems and issues exist in Beaverton before trying to 
solve them 
 Seattle & King County are farther along in the process; Portland is closer to the 
starting point. Beaverton’s plan will be at the starting point of the process. 
 Beaverton’s plan might use a staggered approach, with short-, mid-, and long-term 
goals 
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Adopt working definitions. The DAB then returned to the definitions of diversity, equity, 
and inclusion proposed in February. Elledge introduced fist to five, a voting method 
designed to identify the strength of agreement to a proposal. With fist to five voting (North 
American Students of Cooperation, n.d.), the strength of agreement is indicated by the 
number of fingers displayed (e.g., five fingers indicates full agreement with the concept, 
three fingers equals mixed agreement, one finger signifies that the person barely agrees, 
and a fist indicates disagreement). This voting process assisted in moving the DAB through 
a potentially difficult task as it provided acknowledgement to those who held only partial 
support for a particular definition. 
After thorough discussion, the DAB adopted the following working definitions: 
 Diversity is the variation of social and cultural identities among people existing 
together in a defined setting.  
 Equity is when everyone has access to the opportunities necessary to satisfy their 
essential needs, advance their well-being and achieve their full potential.  
 Inclusion means that all can participate and all belong.  
These definitions were printed as posters and displayed at subsequent DAB meetings. 
Identifying basic elements of Beaverton’s plan. Thompson led the DAB through a 
facilitated brainstorming exercise to identify the basic elements of the DEI Plan. The 
resulting concepts were then organized into categories. The initial groupings that arose from 
the brainstorming were: 
 language access, 
 family support, 
 public safety, 
 city governance, 
 community center, 
 outcomes, and 
 details of the plan and process. 
The resulting list of categories and ideas from this brainstorming exercise is included in 
Appendix H. This brainstorming of elements became the backbone of the DEI Plan.  
 
Election of officers. The DAB unanimously elected Nael Saker as Chair, Jane Yang as Vice 
Chair, and Samira Godil as Secretary. 
April: Initial DEI Plan Development 
The first DEI Plan development goal for the April meeting was to adopt an outline for the 
DEI Plan. The categories identified in March’s brainstorming session would be used as key 
focus areas in the DEI Plan This meeting began the work of clarifying and expanding each of 
the key focus areas, which would continue over the May and June meetings. With several 
other items on the agenda, only a portion of the April meeting time could be allocated to 
DEI Plan development. 
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DEI Plan format. During planning meetings, the team had agreed that it would be more 
appropriate for the DEI Plan to provide broad direction to the City rather than for the DEI 
Plan to be constructed as a classic strategic plan. Thompson shared this perspective with 
the DAB.  
Elledge proposed a draft outline of the plan document based on an analysis of common 
elements from the example documents and the desired plan elements identified in the 
March brainstorming session. The plan outline included three major sections:  
 An introduction, including a statement of why the DAB cares about these issues; the 
adopted definitions of diversity, equity, and inclusion; and demographic and disparity 
data specific to Beaverton. 
 The main body of the plan, which would consist of six to ten key focus areas for the 
City’s diversity, equity, and inclusion work. Each focus area would include a goal 
statement and measures of success. 
 Next steps for the plan, including adoption by City Council; implementation by City 
staff; periodic evaluation of progress in meeting plan goals; and periodic re-visioning 
by the DAB. 
The DAB discussed and accepted the proposed outline.  
DEI Plan development. Elledge facilitated the development of the main body of the plan. 
She shared a comparison of the determinants of equity identified in the King County, Seattle, 
and Portland plans (included as Appendix I). These equity determinants strongly overlapped 
with the categories identified in March’s brainstorming exercise. The key focus areas of the 
plan would be based on these categories. The DAB began the process of refining and 
clarifying the key focus areas. They were able to work on three areas: language access, 
family support, and public safety. Following the meeting, Elledge wrote up discussion notes 
that were distributed with the minutes and are available in Appendix J. 
May: Demographics, Disparities, Development 
The goal for the May meeting was to continue building on the DAB’s initial brainstorming to 
fill in the key focus areas of the DEI Plan with goals and measures of success. Additionally, 
Alexis Ball presented her research on Beaverton’s racial and ethnic demographics and 
disparities. The packed agenda meant that only about an hour was available for DEI Plan 
development. Although the initial DAB road map had indicated that a final draft would be 
presented to the group in June, the planning group decided that the DEI Plan would be more 
thoughtful and effective if DEI Plan development continued at the June meeting. 
Beaverton data research. In January 2014, the Center for Intercultural Organizing 
contacted Beaverton to suggest that one of their interns could do a project for the DAB. 
Thompson requested that CPS develop a project for the intern. The intern, Alexis Ball, was a 
student in Portland State University’s Master of Social Work program. Elledge arranged for 
Ball to research demographics and disparities in Beaverton. Analysis of the example plans 
from other jurisdictions had revealed that many of them included a section sharing local 
demographic data and disparities between different local communities. These data sections 
created an increased sense of relevance and linkage to local concerns in the example 
documents. In April, the DAB had included such a section in their proposed outline for the 
DEI Plan.  
Ball presented the results of her demographic and disparity research to the DAB at the May 
meeting; the presentation slides are available as Appendix K. 
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DEI Plan development. Elledge presented a draft of the DEI Plan based on the outline 
adopted at the April meeting and the DAB’s initial development of the first three key focus 
areas. The draft combined the final “next steps” section of the April outline into the 
introduction section rather than having a separate section at the end of the plan.  
Elledge proposed re-categorizing the Outcomes key focus area. The Outcomes area included 
multiple concepts that were broken out into three additional areas: Economic Opportunity, 
Infrastructure and Built Environment, and Health and Wellness. The DAB agreed with this 
approach. The bulk of the DAB’s discussion focused on the key focus areas public safety and 
economic opportunity, leaving four key focus areas undeveloped. To lay the groundwork for 
a productive June meeting, DAB members suggested that they continue individual work on 
developing the key areas of the plan prior to the June meeting.  
June: DEI Plan Development 
The June meeting was focused on filling in the remaining key focus areas of the DEI Plan 
with goals and measures of success. The planning group limited other agenda items in order 
to dedicate sufficient time to complete work on the key focus areas. 
DEI Plan development. Elledge presented an updated draft of the DEI Plan reflecting the 
work at the May meeting and the many thoughtful member suggestions submitted before 
the June meeting. A version of the document that was formatted by a graphic designer was 
also shared with the DAB members.  
The DAB members suggested removing several instances of jargon from the DEI Plan in 
order to make the document more accessible for a general audience. The members also 
proposed changing the title of the Infrastructure and Built Environment key focus area to 
Infrastructure and Livability. Elledge led the DAB’s discussion of ideas for the Economic 
Opportunity, Infrastructure and Livability, Health and Wellness, City Practices, and 
Community Center key focus areas. 
The DAB’s discussion repeatedly returned to two community resource issues. The first issue 
was the difficulty of ensuring that individual community members are aware of the variety 
of services and programs that are currently available for them to access. Language and 
cultural barriers complicate the already challenging idea of keeping up to date with ever-
changing organizations, services, programs, and eligibility requirements. The DAB discussed 
the importance of a trusted, accessible information and referral connection to existing 
resources. This should go beyond a printed or electronic resource list; communities coming 
from oral cultures would be more effectively outreached through a personal representative 
creating relationships and/or sharing information on ethnic radio and television stations. A 
presence in non-English language newspapers could raise awareness as well. Translations of 
the resource guide into languages most prevalent in the Beaverton area are necessary but 
not sufficient to connect with immigrant and refugee community members. 
The second resource issue relates to the need for community coordination and collaboration 
to ensure that resources are fully leveraged to meet community needs. For example, 
Beaverton School District facilities may have space available on weekends, while a 
community based organization has skilled volunteers available but no space to provide a 
service and a third organization has access to needed supplies but no space or volunteers. 
Bringing these organizations together could help each meet their missions and improve 
services to the community.  
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DAB members suggested that a City staff position supporting these two functions 
(connecting community members to existing resources and serving as a coordination hub 
for service providers) might be housed in the community center. 
The DEI Plan has been revised to reflect these contributions from the June DAB meeting 
(the DEI Plan is included in Appendix L). We anticipate that the DAB will adopt a 
“presentation” draft of the DEI Plan at their July meeting. This draft will be presented to 
Mayor Doyle, City Councilors, City staff, and the Beaverton community for feedback and 
revision. The final draft DEI Plan will be presented to the Mayor and Council for adoption in 
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Project Summary 
Throughout this project, CPS worked closely with the City and the DAB members to ensure 
the success of the DAB. 
Team Development. The initial DAB meetings were carefully planned to ensure that the 
DAB was oriented to and focused on City Council’s charge: to develop a diversity, equity, 
and inclusion plan for Beaverton. Team development activities supported DAB members’ 
efforts to work together productively 
Definitions of Key Concepts. The DAB adopted clear definitions of diversity, equity, and 
inclusion. Establishing common definitions of these key concepts early on was important to 
support the later work. Other local jurisdictions have struggled with adopting definitions of 
the concepts; some processes for adopting definitions have spread over years. The DAB was 
able to build on the earlier work of other jurisdictions. Having these definitions established 
means that Beaverton is well situated to move forward in addressing these issues. 
Diversity, Equity, and Inclusion Plan. The DAB successfully developed a DEI Plan that 
includes a statement of community intent, data related to Beaverton’s demographics and 
the disparate experiences of people of color in Beaverton, and suggestions for eight key 
focus areas that the City can address to further equity and inclusion. Each of the key focus 
areas has been developed with a goal statement, measures of success, and at least one 
implementable program idea.  
Several themes arose in the DAB’s discussion and are reflected in the DEI Plan 
recommendations:  
 Interconnection of issues. Although the DAB identified eight key focus areas, the 
areas are not mutually exclusive siloes with singular impact; rather, they are 
interconnected and have overlapping opportunities for impacts. For example, a 
project that provided local youth the opportunity to volunteer as City Hall cultural 
ambassadors and interpreters would involve three of the key focus areas: family 
support, language access, and economic opportunity. While the multiplicity of needs 
makes program implementation more complex, this interconnectedness also 
multiplies the impact of successful programs. 
 Coordination and collaboration with other local jurisdictions. The DEI Plan 
particularly calls out potential partnerships with Beaverton School District and 
Tualatin Hills Parks and Recreation District. To reduce duplication of efforts and 
leverage existing capacity and resources, overlapping local jurisdictions can 
productively coordinate outreach and engagement efforts. 
 Maximize access to existing community resources. Individual DAB members 
could often name a program or organization addressing a particular need that was 
identified in the DEI Plan. However, other members might not be aware of the 
resource. Also, strict eligibility requirements might limit the impact of the resource. A 
culturally informed information and referral service would be useful for expanding 
the impact of existing programs.  
 Cultural competency development is as important as language access. Both 
language skills and cultural competency are necessary to provide meaningful access 
to public services. While translating documents and providing interpretation are 
important first steps, many barriers remain unless there is an understanding and 
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appreciation of cultural differences and values. Many individual Beaverton officials 
and employees are successfully engaging diverse community members. However, 
Beaverton’s city government overall could benefit from cultural competency training 
and education around issues of diversity, equity, and inclusion.  
The DEI Plan was developed based on DAB members’ policy suggestions and grounded in 
thorough research and identification of diversity, equity and inclusion related documents 
adopted by other jurisdictions. The inclusive co-production process of DEI Plan development 
relied on DAB members’ input at brief monthly meetings (and suggestions between 
meetings). This extended the time necessary to produce the DEI Plan, which required the 
City, DAB and CPS to slightly alter the initial planned timeline for finalizing the DEI Plan. 
However, taking an inclusive co-production process produced a DEI Plan that is guided by 
residents with specific local knowledge and insight. Also, active participation and 
engagement by the DAB members in the process contributed to development of strong 
leadership capacity within the Beaverton community.  
Looking Forward 
At this stage, the DAB and the City have two primary next steps. The first is finalizing the 
DEI Plan and the second is implementing the recommendations within the DEI Plan.  
Finalize the DEI Plan. The DAB will share the DEI Plan with City officials, City staff, and 
the Beaverton community. Internal and external feedback will be collected and integrated 
into the DEI Plan before a revised version is presented to City Council for adoption. 
Implement DEI Plan recommendations. Implementation of the plan is primarily the 
responsibility of City staff and partner organizations. The City can get expert support in 
these efforts by tapping into external resources such as universities, community based 
organizations and individual consultants. This might be particularly helpful with the City 
Practices recommendations such as completing an organizational assessment, providing 
cultural competency training, development of a tool for considering diversity and equity 
impacts of policy and budget decisions, team development for a staff diversity council, and 
facilitation of local government coordination meetings. The DAB will monitor progress and 
hold the City accountable for its commitments. Celebrating early successes can help grow 
and maintain momentum for change. 
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Appendices 
A. DAB Meeting Agendas 
B. DAB Meeting Minutes 
C. DAB Road Map/Work Plan 
D. DAB Guiding Principles Poster 
E. Strengths Based Leadership Presentation 
F. DAB Talent Bank 
G. Related Reports, Plans and Policies 
H. DEI Plan Brainstorming Notes 
I. Comparison of Equity Determinants 
J. DEI Plan Development Notes 
K. Beaverton Data Presentation 
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Appendix G: Related Reports, Plans, and Policies 
2013 RACIAL EQUITY AGENDA: MINNESOTA VOICES BUILDING A PATH TO JUSTICE  
Organizing Apprenticeship Project, Minnesota, 2013 
http://www.racialequitytools.org/resourcefiles/2013RacialEquityAgenda.pdf  
A CANADA FOR ALL: CANADA’S ACTION PLAN AGAINST RACISM 
Canada, 2005 
http://publications.gc.ca/collections/Collection/CH34-7-2005E.pdf  
*EQUITY AND EMPOWERMENT LENS  
Multnomah County, Oregon, 2012 
https://web.multco.us/sites/default/files/diversity-equity/documents/ee_lens_final-
090613.pdf  
**EQUITY AND SOCIAL JUSTICE ANNUAL REPORT  
King County, Washington, 2013 
http://www.kingcounty.gov/exec/equity.aspx  
EQUITY IMPACT REVIEW TOOL  
King County, Washington, 2010 
http://www.kingcounty.gov/exec/equity/toolsandresources.aspx 
EQUITY STRATEGY PROGRAM  
Metro, Oregon, 2013 
http://library.oregonmetro.gov/files/equity_strategy_step1_workplan_may_2013.pdf   
HOUSING AND PLANNING FOR A HEALTHY PUBLIC: LAND USE, DESIGN AND DEVELOPMENT TO 
PROMOTE HEALTH EQUITY 
Connecticut Association of Health Directors, Connecticut, 2012 
http://www.cadh.org/images/stories/HousingBrief2012.pdf  
*PORTLAND PLAN EQUITY INITIATIVE: DRAFT FOR PUBLIC REVIEW 
City of Portland, Oregon, 2011 
http://www.portlandonline.com/portlandplan/index.cfm?a=339598&c=54115  
**PORTLAND PLAN FRAMEWORK FOR EQUITY 
City of Portland, Oregon, 2013 
http://www.portlandonline.com/portlandplan/index.cfm?c=56527&  
**RACE AND EQUITY IN SEATTLE: RACE AND SOCIAL JUSTICE INITIATIVE THREE-YEAR PLAN 
2012-2014 
City of Seattle, Washington, 2012 
http://www.seattle.gov/Documents/Departments/RSJI/RacialEquityinSeattleReport2012-
14.pdf 
RACIAL EQUITY TOOLKIT TO ASSESS POLICIES, INITIATIVES, PROGRAMS, AND BUDGET 
ISSUES 
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RACIAL EDUCATIONAL EQUITY POLICY 
Portland Public Schools, Oregon, 2007 
http://www.pps.k12.or.us/equity-initiative/8128.htm  
RACIAL EQUITY STRATEGY GUIDE 
Urban League of Portland, Oregon, 2012 
http://ulpdx.org/wp-content/uploads/2012/07/Equity_Toolkit_Revised_v7_web.pdf  
*STATE OF EQUITY REPORT: PHASE 2 
Oregon Health Authority and Department of Human Services, Oregon, 2013 
http://www.oregon.gov/oha/oei/Documents/soe-report-ph2-2013.pdf  
STRATEGIC PLAN TO ACHIEVE HEALTH EQUITY 
Alameda County, California 2007 
http://www.acphd.org/social-and-health-equity/organizational-transformation/strategic-
plan.aspx   
 
* Documents distributed to DAB planning group only. 
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